In the fi eld of public management, recent studies of organizational change have often been either normative or -if analytical -focused on instrumental aspects of public sector reforms. This is the case although many landmarks in organizational theory, such as Herbert Simon (1947 ) or Michel Crozier (1964 , had their starting point in studies of public sector and/or administrative organizations. In his latest book, Steven Kelman (Professor of Public Management at the Kennedy School of Government, Harvard University) takes an empirical path in order to learn more about the nature of organizational change in public sector institutions. The setting is a mix of quantitative and qualitative research approaches directed towards large-scale organizational change, based on an impressively well elaborated theory of organizational behaviour. The book is divided into two main parts: fi rstly, it analyses the organizational and interactional processes of the initiation of change and, secondly, it focuses on consolidating change.
on organizational change. Firstly, that positive feedback leads to early (and sustainable) experience of success by the managers and staff involved. From my own practical experience of administrative reform projects in Switzerland, I can only underline the importance of positive feedback for both the public managers and politicians involved in these projects. After all, human nature generally seeks opportunities to be successful, and it is the stress of the unpredictability of reform processes that often leads to resistance among those involved. The crucial question that needs to be answered is: ' Can I be successful under the new regime that will be implemented by these reforms? ' . Secondly, and related to the fi rst, Kelman highlights the virtue of intrinsic motivation while at the same time warning against a naïve use of extrinsic incentives to motivate people. In line with the fi ndings of economists, the use of extrinsic incentives can lead to a ' motivation crowding effect ' ( Frey and Jegen 2001 ) , in that intrinsic motivation is crowded out by extrinsic incentives. Kelman ' s data lead to a differentiated result: On the one hand, there is good reason to be cautious with extrinsic incentives, especially when dealing with supporters of the reform. On the other, ' the data show a clear positive impact of incentives for skeptics ' (p. 207) .
Overall, the book constitutes an impressing piece of qualitative and quantitative social science. To many in the fi eld of public management, it will open a window to new ways of looking at organizational change: the perspective of the organizational behaviour community. This innovative theoretical approach is the main achievement of the study. The second, and not less memorable achievement, is the lively narration of cases in which organizational change can be studied in unusual ways.
As editor in chief of the International Public Management Journal , Steven Kelman devotes much effort into the further collaboration between organizational theory and public management scholars, believing that the two communities can enrich each other ' s fi eld. To be honest, however, Kelman does not see the two fi elds as really equal. Rather, he seems to imply that public management can improve its research by opening up to more generalizable management theory. On the other hand, he argues, in a new debate among management scholars, that public managers have to teach mainstream organization theorists about ' the legitimacy of prescriptive researchthat is, research having a explicit goal of theorizing and gathering empirical evidence about effective practice ' ( Kelman 2005 ) . His book is an important contribution to this task.
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